II. Literature Review and Hypothesis

Staff Performance
Mangkunegara (2005) defines performance as the work result and quantity that achieved by a staff in performing the tasks based on responsibility which given to him/her. Sedarmayanti (2010) states that performance indicator is something that can be measured and counted and used as a platform to value the level of performance in planning stage, implementation and after activities. Performance indicator also can be used to convince that organisational performance/working unit related to show the improvement, in order to achieve determined objectives and goals. Performance consists of quality of work, promptness, initiative, capability and communication (Mitcell, 1978 in Sedarmayanti (2007 .
Loyalty
Loyalty is a general character of a human being when the members of group tend to take side on their own group. The organisational loyalty can cause the members to value their demeanour and to be aware of the consequences of their actions toward the organisation in decision making. Hasibuan (2013) describes loyalty as "a faithfulness of staff to guard and defend the organisation inside or outside their job". Saydam (2000) states several points that cause poor loyalty of staff: (1) Unpleasant working environment, (2) Low compensation (3) Lack of rewards to staff achievements' (4) against staff (5) Low motivation and (6) Poor guarantee of career development. In contrary, the influential factors for loyalty are: obedience, responsibility, dedication and honesty.
Competence
Spencer and spencer (1993) , assert that competence refers to basic characteristics which describes behaviours of personal characteristic, self-concept, values, knowledge or expertise in a person as a superior performer who conveys those characteristics in working place. There are five characteristics that create competence: I). Knowledge: refer to the results of information and learning; 2). Skills: refer to the ability to conduct activities; 3). Self-concept and values: refer to attitude and self-image, such as self-confidence to achieve successful situation; 4). Personal characteristics; refer to physical characteristics and reaction consistency to response the situation or information, such as self-control and ability to survive in under pressure condition; 5). Motives: refer to emotion, desire or motivation and other psychological needs which trigger activities.
Working Environment
According to Basuki and Susilowati (2005) working environment is everything inside the environment that can influence directly or indirectly to a person or a group of people in undertaking their activities. Working environment is influenced by several factors such as: working facilities, salary and allowance, and work relation. Hypothesis Hypothesis in this study are as follows: 1) Partially, it is assumed that loyalty, competence and working environment have influence to administrative staff performance at Manado state university. 2) Simultaneously, it is assumed that loyalty, competence and working environment have influence to administrative staff at Manado State University.
III. Research Methods
This study employs explanatory study with quantitative approach and survey method for data collection. Purposive sampling technique was used in research sample. The data collected from administrative staff at Manado state university with bachelor degree as educational background. The number of respondents were 120 from 175 staff who have bachelor degree (according to population and table from Sugiyono, 2007 The research instrument utilise questionnaire consists of close questions with Likert scale measurement (five alternative answers). Instrument was examined by validity test and reliability (SPSS 16 application program). Validity test used product moment Pearson correlation index with significant level 5% to critical value. The validity rate is valid if the value r xy ≥ 0,3 and if the value r xy ≥ 0,3 the validity rate is invalid. The reliability test in this study used alpha Cronbach, the result test is reliable if the value of r 11 ≥ 0,6 and unreliable if the value r 11 ≤ 0,6 (Sugiyono, 2007) . Data analysis that employed in this study are as follows: 1) Descriptive analysis: related to the description of respondents' answer from research instrument, mean value and standard deviation. The results of validity test show that 15 out of 17 items in this study at r xy > 0.3 (critical value) were from 0.446 to 0.691, therefore it can be concluded that those 15 items were valid, and two other items, X2.1 and Y1.2 were invalid as the value of r xy < 0.3 (critical value) were 0.237 and 0.094. The results of reliability test show that the total variables (loyalty, competence, working environment and staff performance) at r xy > 0.6 (critical value) were from 0.624 to 0.775, so those four variables were reliable. Normality test can be seen at Normal P-P plot beside. Normality assumption shows that residual regression model was normally distributed. As can be seen in the Normal P-P Plot approach through the dots in the picture beside.
Respondents' Answers Description
The scattered dots show that those dots spread closely to the diagonal line, it means residual was normally distributed.
b. Multicollinearity test
As shown at the 
d. Heteroskidastity test
As can be seen from the figure besides, the heteroskidastity test shows that the scatterplot between residual and prediction value from standardisation variables did not create a pattern or certain plot. Therefore, it can be concluded that there was no heteroskedastic, in other word there was a homoskidastity. The classic assumption was fulfilled as the result proved no heteroskedastic in this model. 
The Results of Linear Multiple Regression Analysis The
Hypothesis Test Partial Test (t-test)
The t-test results are presented in Table 1 . It shows that: -The results of t-test were t count 7.419 > t table 1 .980, therefore Ho was rejected and H1 was accepted, it indicates that there was influence between loyalty and staff performance. The loyalty influence to administrative staff performance at Manado State University was 0.382 or 38.2% (standardised coefficients) at significant level 0.000 < 0.05, so the result was significant.
-
The results of t-test were t count 6.042 > t table 1 .980, therefore Ho was rejected and H1 was accepted, it indicates that there was influence between competence and staff performance. The competence influence to administrative staff performance at Manado State University was 0.327 or 32.7% (standardised coefficients) at significant level 0.000 < 0.05, so the result was significant.
The results of t-test were t count 9.162 > t table 1 .980, therefore Ho was rejected and H1 was accepted, it indicates that there was influence between working environment and staff performance. The working environment influence to administrative staff performance at Manado State University was 0.412 or 41.2% (standardised coefficients) at significant level 0.000 < 0.05, so the result was significant.
Simultaneous Test (F-test)
F-test was conducted to identify the influence simultaneously between independent variables and dependent variables. The F-test is presented on the table 2, below: Table 2 shows that: The value of F count (172.287) > F table (2.44 ) and research significant value (0.000) < significant value level (0.05). It indicates that alternative hypothesis (Ha/H1) was accepted and Ho was rejected. It can be concluded that the estimated regression model was appropriate, therefore the loyalty, competence and working environment variables simultaneously influence to administrative staff performance at Manado State University.
Determination Coefficient
Simultaneously Determination coefficient in this research was purposed to clarify the influence of independent variables (loyalty, competence and working environment) to dependent variable (staff performance) simultaneously. Table 3 Model Summary is presented to find out the contribution simultaneously based on the value of Adjusted R Square. Table 3 Model Summary shows that the value of Adjusted R-Square was 0.812. It indicates that the influence proportion of loyalty, competence and working environment variables to staff performance was 81.2%. It means that loyalty, competence and working environment contributed simultaneously to staff performance at 81.2%. The remains 18.8% (100% -81.2%) was influenced by other variables that not included in this linear multiple regression.
Partially
The contribution of independent variables in partial was obtained from partial correlation quadrat as shown in the table below. 
V. Discussion
The influence of loyalty to staff performance The test results of loyalty had influence to administrative staff performance at Manado State University, it proved that there was a significant influence and positive contribution with beta value of partial correlation coefficient 0.567. It indicates that loyalty contribution to administrative staff performance at Manado State University was 32.1% (0.567) 2 . This describes that obedience, responsibility, dedication, and honesty which created from loyalty are able to improve work quality, accuracy, initiative, ability, and communication to the performance of administrative staff at Manado State University. This accordance with Saydam (2000) who claims that loyalty contributes the positive result to performance and can be seen from the prime work of the staff. Ardana (2012) confirms that the employees who have high loyalty are the most likely to work well sustainably. In addition Sonia (2014) states that loyalty influences performance significantly and positively.
The influence of competence to staff performance
The test results of competence had influence to administrative staff at Manado State University. It proved that there was a significant influence and positive contribution with beta value of partial correlation coefficient 0.489. It indicates that competence contribution to administrative staff performance at Manado State University was 23.9% (0.489) 2 . It is accepted that knowledge, skills, self-concept and values, selfcharacteristics, and motives which created from competence can increase work quality, accuracy, initiative, ability and communication to the performance of administrative staff at Manado State University. This is closely related to the views of Spencer and Spencer (1993) and Palan (2007) who state that knowledge, expertise, selfconcept and values, self-characteristic, and motives can improve prime performance in working place. Dharma in Arcynthia (2013) confirms that competence contains motivation or trait which cause the results of staff performance. Competence also has positive and significant influence to staff performance. The more competent the staff the higher their performance in company.
